Team performance is an important indicator of organization development and management practice. But team boundary work is an important factor that affects the achievement of team performance. How to play the positive role of team boundary work on team performance has always been a difficult problem in research and management practice .This paper focuses on team management practice in the perspective of boundaryless mindset. It takes 104 teams as the research objects and studies the relationship between team boundary work and team performance. Through empirical studies, the results indicate that the relationship between team boundary work and team performance is positive. Besides, the boundaryless mindset has a moderating effect on team performance in the two dimensions of the team boundary work. Therefore, this paper enriches the studies on team boundary work and it also provides enlightenment and guidance in the application of the boundaryless mindset in the practices of team management.
Introduction
Currently, the mode of organization development has changed greatly. Team work is an effective form of organization and it has such characteristics as celerity, accuracy, individuation and high pertinence, which meet the demands of the organization better. Even so, team can`t keep continuous and effective operating mode and output on its own. Therefore, how to realize effective management of the team itself through the team`s endogenous mechanism has become an important issue of the research. The administrators also pay close attention to this issue.
With the constant development of organization, organizational boundary becomes vague. Thus boundaryless organization develops greatly and there are many researches and discussions on it in the theoretical circle. More and more people begin to pay attention to the exchange of resources and information between a team and its external environment, the interaction between team numbers and the outsiders as well as the externalization presented by the team itself. The researches have verified that boundaryless mindset can bring the skills and behavioral attitude to manage careers effectively (Briscoe, 2012) . It plays different roles in gaining performance and employability and maintaining competitive and career success in unsecure employ environment. Therefore, this paper discusses the connection between team boundary work and team performance based on the moderating effect of boundaryless mindset.
It also reveals the impact of different team boundary work on team performance under the reciprocal effect of boundaryless mindset.
Literature Review And Research Hypotheses

Team Boundary Work
Team boundary work is the establishment of team attribute, the maintenance of team boundary and the essential interbehavior with the outside (Faraj，2009). Its core ideology emphasizes the consolidation and permeation of physical and psychological boundaries. By forming team`s shared values and common team mission, we can cognize and define the concept of "our team". In this way, we can have team boundary mindset psychologically.
According to the researches of Faraj and Yan （2009）, this paper divides team boundary work into Outward-facing Boundary Management (OBM) which includes Boundary Spanning and Boundary Buffering as well as Inward-facing Boundary Management (IBM) which includes Boundary Enhancement. In their researches, scholars such as Shi Guan-feng have verified that the correlation between IBM and OBM is positive. This research conclusion provides theoretical foundation for the following researches of this paper.
Team Performance
In a broad sense, team performance means the actual outcomes of the team (Jiang, 2012) . It can be divided into three aspects (1) the measurement of direct amount; (2) the impact of the team on its members (results); (3) the improvement of the team members. Team performance is an overall evaluation of the output level of the team. The elements of it are various, such as the individual goals accomplishment of the team, group atmosphere and member satisfaction etc.
Boundaryless Mindset
With the weakening of the boundaries between organizations and the awakening of selfawareness, the traditional relation between organizations and individuals is also changing. The traditional relational psychological contract which relies on loyalty and organization promises to get job security is changing to new transactional psychological contract. In such contract, employees try to improve performance and competitiveness to avoid possible risks (Zhou Wenxia, Xin Xun, 2013), among which the improving of boundaryless mindset is one of the characteristic.
Boundaryless mindset mainly reflects the fluctuation of psychology, which can be defend as work contact that actively seeks to step over the organization boundaries and general attitude towards personal favorable opportunities (Briscoe, 2006) . The study finds that the tasks accomplished by members are closely related to their boundaryless mindset. Boundaryless mindset can make the members clearly realize the concept of "us" and they can find career identity (Colakoglu, 2011) . Employees with boundaryless mindset will seek every opportunity to expand the relational network that can find the support of society.
The relation between Team Boundary Work and Team Performance
Team performance is often considered as the dependent variable in the study of organization to explore the behavior of the whole team or work activities. As management work of internal and external surroundings, physical environment and mental consciousness where a team is working, the management of team boundary work is closely related to team performance. The existence of a team leeches on to an organization. Therefore, the team has to interact with the organization actively in the process of accomplishing tasks. However, the acquirement of key information and resources is closely related to boundary spanning (Wei Huimin, 2011). The outside activities of a team have greet influence on the accomplishment of the team`s goals and there is a positive correlation between outside activities and performance evaluation of team managers (Guiman, 1998).
The uniqueness of a team lies in the fact that each team has its own unique identity and consciousness. By enhancing the Inward-facing Boundary Management Work, team members will actively establish collective consciousness and team spirit, complete team targets, improve performance, complete team assignments more creatively, and improve the exchange communication, and sharing of internal information. They also maintain a high degree of unity with the team mission, thus improving team performance. Therefore, we pose the following hypotheses:
Hypothesis 1a: There is a positive correlation between OBM work and team performance. Hypothesis 1b: There is a positive correlation between IBM work and team performance.
The moderating effect of Boundaryless Mindset on the relation of Team Boundary work and team performance
Several studies show that proper team boundary work can improve team performance effectively. That`s to say, this positive influence exists. However, Marrone (2007) and Faraj & Yan （2009）make clear that this positive influence does not necessarily occur. It is also an important influential factor when a team is implementing boundary work strategies. In consideration of the fact that boundaryless mindset is the outcome of the exchange between a team and environmental factors within and outside the organization, this paper will further verify the effect of boundaryless mindset on the relation of team boundary work and team performance. The development of boundaryless mindset can impede or improve team performance through two different routes: one is that boundaryless mindset influences a team`s OBM work, i.e., influences a team to acquire the resources and information needed from outside the organization and stakeholders; the other is that boundaryless mindset influences a team`s IBM work, i.e., influences the resources and the rational allocation of information which are used to achieve team objects. Apart from this, boundaryless mindset also influences the sustaining promises of team members to team mission. According to above analysis, we pose the following hypotheses: Hypothesis 2a: Boundaryless mindset plays a moderating role in the relation of team boundary work and team performance, when the boundaryless mindset of the whole team is high, there is a much stronger positive correlation between IBM and team performance.
Hypothesis 2b: Boundaryless mindset plays a moderating role in the relation of team boundary work and team performance, when the boundaryless mindset of the whole team is high, there is a much stronger positive correlation between OBM and team performance.
To sum up, this paper poses a theoretical model, as shown in the figure 2-1: 
Data Analysis And Results
With the help of MBA students at the Northwest University and through the questionnaires, which were organized by the team managers from the financial industry, manufacturing industry and high-tech industry, we have got the first-hand data, which are used for this research. As for relevant variables were clearly explained in the questionnaire and the respondents were helped during the filling in the questionnaire, in order to ensure that every question in the questionnaire could be fully understood by the respondents. The questionnaires were based on Likert scale and all of the options were scored from 1 to 5, from low to high level. 150 questionnaires have been put into use and finally 120 questionnaires were returned, and 16 questionnaires of them are invalid and at the end we have got 104 valid questionnaires. Team boundary work, team performance and the boundaryless mindset, which are mature Western scales, are well translated from professionals in order to be in line with Chinese context. And in the study these were well tested and modificated. Therefore α coefficients and KMO coefficient in the scales are above 0.8, which proved to be very reliable and valid.
Correlation matrix of the variables
The statistics in Table 3 -1 show the correlation coefficient of the main variables and basic characteristics. From the Table the following conclusions can be drawn.  The correlation coefficient between the Outward-facing Boundary Management (OBM) and team performance and the correlation coefficient between the Inward-facing Boundary Management (IBM) and team performance are 0.416 and 0.674 respectively. The significance level is 0.1, which can be concluded that there exists a significant positive correlation between them. It also validated the hypothesis 1a and 1b.  The correlation coefficient between the boundaryless mindset and team performance is 0.333, which also means positive relation. And this helps us to provide the foundation for the verification of the hypotheses 2a and 2b. .001 ). With the further analyzes the OBM, we can still explain the 23.0% of the variation in the team performance under the control of other variables. This result proves that hypothesis 1a can be true. Also, from the model 3rd we could see that the correlation coefficient between IBM and TP is significantly positive, (β=0.619，p<0.001) and under the control of other variables we can still explain the 42.6% variation of TP, which shows that the hypothesis 1b can be true. For these two hypotheses 2a and 2b in this passage, the regression analysis was used to assume whether the moderating effect exists according the variable interaction terms. With the help of the variable interaction terms the moderation effect can be proved to exist if the ΔR² were significant. From the model 4th and 5th in the table 3-2 boundaryless mindset and OBM can be concluded to have a significant positive influence on the TP. Also, the Boundaryless Mindset and IBM have significant positive influence on TP. Based on what we have made above, the model 6th and 7th can be worked out after putting the regression analysis of the variable interaction terms. From these two models, the regression coefficient between OMB and BM is 0.140 and the regression coefficient between IBM and BM is 0.042. These two regression coefficients are both above 0.05, which is a significant level and the ΔR² are 0.228 and 0.437 respectively, which shows the significant levels are both 0.05.
Hence, it can be proved that the hypotheses 2a 2b are both established. We will put OBM and IBM as variables into models which means the whole boundary management would be seen as a self-variable and the boundaryless mindset would be seen as a moderator and in the meantime the two interaction terms would be putted into the model. After the analyzing we could find out the model 8th. Form this model we can see clearly, that the two interaction terms have an important effect on the significant level, and ΔR²=0.481. Also, the correlation coefficient of the moderator is 0.128 under the significant level 0.05, which validated the previous hypotheses further, therefore there exists significant moderating effect.
From the figure 3-1 and 3-2, we could see that no matter how high or low the boundaryless mindset is, the OBM and IBM always have a positive effect on TP. With further analyzing, the slope of the higher boundaryless mindset is more than the slope of the lower boundaryless mindset. And with the moderating effect of the higher boundary less mindset, the team work strengthens the TP more positively. 
Conclusion And Discussion
This paper analyzes the questionnaires conducted among 104 team managers. Based on the firsthand data, assumptions, and the validation of relationship between team boundary work which contains IBM and OBM and team performance, this paper further discusses the moderating effect of boundaryless mindset on the relationship among IBM, OBM and team performance. According to the empirical results, this paper finds that IBM, OBM respectively has significant positive effect on team performance. After further research, this paper finds boundaryless mindset has a significant positive moderating effect on the relationship between team boundary work and team performance. Therefore, according to the result of empirical analysis, we believe boundaryless mindset plays a key role in moderating the relationship between boundary management and team performance, which verifies previous hypothesis. The study also has limitations, which is the direction of further research in the future. First, this paper studies the relationship between team boundary work and team performance from organizational-level. And the questionnaires are conducted among team leaders or managers. Thus there are some errors in the fillings of these variables between managers and members. So the future we can introduce some individual-level data for a more comprehensive research. Second, the paper can discuss the moderating effect of other types of variables (such as team environment, team leader).
